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ABSTRACT 
Emotional intelligence (El) is a recent construct that has attracted widespread 
attention from both public and researchers. As to provide an updated and 
comprehensive picture on the effects of El in the workplace, this study examined the 
quantitative relationship between El and seven workplace outcomes. Using a 
meta-analytic approach, findings from 102 independent samples with a total sample 
size of 13,810 were analyzed. Meta-analytic results show that El had small to 
moderate associations with job performance (p=.34), job satisfaction (p=.24), 
commitment (p=.42), OCB (p=.35), leadership effectiveness (p=.23), 
transformational leadership (p=.32), and contingent reward of transactional 
leadership (p=.29). Moreover, El models and source of criterion ratings were found 
to moderate the El -workplace criterion relations. Result patterns were also identified 
for emotionallabor demand and gender as potential moderators. The present 
findings support the applied values of El in the workplace and call for future 
research on the validity of different El models. 




和指引 。 是灰研究綜合 102 個獨立樣本內的 13810 名工作人士，經過蕾萃分析
後，得出情緒智商與工作績效(ρ=.34 )、工作滿意度(ρ=.24 )、工作承諾(ρ=.42 )、
組織公民行為 (ρ=.35 )、領導效能 (ρ=.23 )、換型領導 (ρ=.32 )、以及後效
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CHAPTER 1. INTRODUCTION 
Emotional intelligence (El), generally conceptualized as the ability to identify, 
process, and manage emotions, is one of the psychological variables in recent 
decades that has attracted widespread interest from the public and the scientific 
community (Furnham, 2006; Matthews, Zeidner, & Roberts, 2002). Paralleling the 
growing interest on emotion in the workplace in organizational psychology 
(Ashkanasy, Hartel, & Zerbe, 2000), extensive research has been carried out to 
examine El in work settings. Research has shown that emotion serves as a unique 
source of information about the environment which affects thoughts and behaviors 
(Loewenstein, Weber, Hsee, & Welch, 2001 ). As cognitive abilities account for only 
about 25o/o of variance in academic achievement and job performance (Schmidt & 
Hunter, 1998), practitioners are interested to use El as a new way of improving 
performance and to predict workplace behaviors (Jordan, Ashkanasy, & As cough, 
2007). 
On the other hand, El has been subjected to a lot of controversies which still 
exist today even after 18 years of research (Matthews, Zeidner, & Roberts, 2007; 
Zeidner, Roberts, & Matthews, 2008). In particular, El has been criticized about the 
shortcomings and validities of the popular El models (e.g. , Brody, 2004; Landy, 
2005; Locke, 2005). Critics (e.g., Antonakis, 2003) have also challenged if there is 
any sound theoretical justification to relate El to organizational constructs, stemming 
from the claims that El may be more useful than general mental intelligence (GMA) 
to predict life success (Goleman, 1995, 1998). 
The present study focuses on the potential linkages between El and several 
organizational variables and then applies meta-analytic technique to provide a 
comprehensive review about the effectiveness of El at work. I also discuss how the 
present findings could relate to some controversies about applying El in the workplace. 
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What is El? 
Definitions of El vary across scholars, although at the general level El refers to 
the ability to recognize and regulate the emotions of self and others (Goleman, 2001 ). 
Based on the theoretical components of El, the El models developed to date can be 
classified as ability or mixed models (Caruso, Mayer, & Salovey, 2002; Mayer, 
Salovey, & Caruso, 2000). 
The ability models conceptualize El as a kind of general intelligence that 
involves interrelated cognitive abilities to process affective information (Salovey & 
Mayer, 1990). The best known and most influential ability model is represented by 
the four-branch model proposed by Mayer and Salovey (1997; Zeidner et al. , 2008). 
They defined El as "an ability to recognize the meanings of emotion and their 
relationships, and to reason and problem-solve on the basis of them" (May er, Caruso, 
& Salovey, 1999, p. 267). They proposed that El could be measured in four areas, 
namely the ability to (a) perceive emotion in oneself and others, (b) assimilate 
emotion to facilitate thought, (c) understand emotions and reason their meanings, 
and (d) regulate emotions in oneself and others (May er et al. , 1999). This 
conceptualization has been widely accepted and considered as a systematic 
framework in El research. The ability models measure El through 
maximum-performance tests where the answers are evaluated against objective 
criteria. The Multi-factor Emotional Intelligence Test (MEIS, Mayer et al. , 1999), 
and its successor Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT; 
Mayer et al. , 2002) are two abilities-oriented tests. 
The mixed models, on the other hand, conceptualize El as a combination of 
mental abilities together with personality attributes such as optimism and 
interpersonal skills (Mayer et al. , 2000). For example, Bar-On, who proposed the 
term "emotion quotient", defined El as " [an] array of noncognitive capabilities, 
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competencies, and skills that influence one's ability to succeed in coping with 
environmental demands and pressures" (Bar-On, 1997, p. 14). In his 
conceptualization, El includes components such as emotional awareness, 
self-actualization, empathy, problem solving, stress tolerance, and happiness. 
Despite the criticism that any noncognitive abilities or skills could also be regarded 
as El, Bar-On (2000) argued that his definition reflects the extent that an individual 
can effectively understand and express himself/herself and others, relate to people, 
and adapt and cope with daily demands and pressures. The mixed models measure 
El by self- or peer-report questionnaires. Emotional Quotient Inventory (EQ-i; 
Bar-On, 1997) is a popular measure of this kind. 
Meanwhile, Petri des and Furnham (2000a, 2000b) argued that the nature of El 
models should be distinguished by their method of measurement. They considered 
those maximum-performance tests which assess actual emotion-related abilities per 
se as ability El, and those self-report measures of El which assess self-perceived 
emotion-related abilities and traits as trait El (Petri des and Furnham, 2000a, 2000b ). 
Recently, Ashkanasy and Daus (2005); Jordan et al. , 2007) proposed a more 
refined classification of El models according to both theoretical components and 
measurement format. They classified the existing El research and measures into 
three general Streams. Stream 1 is based on the four-branch ability model proposed 
by Mayer and Salovey (1997), and measured by the performance tests MEIS or 
MSCEIT. Stream 2 is also based on the Mayer and Salovey's framework of El, but 
measured by self- or peer- report measures such as EIS (Schutte et al. , 1998) and 
WLEIS (Wong & Law, 2002). Stream 3 mirrors the mixed models which encompass 
components that are not included in the Mayer and Salovey's framework, and is 
measured by self- or peer-report measures. Table 1 lists the relevant El measures 
classified by these three Streams. 
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Table 1 






• MSCEIT; Mayer et al. (2000, 2002) 
• Mutlibranch Emotional Intelligence Scale (MEIS); Mayer et al. 
(1999) 
• Emotional Intelligence Questionnaire (EIQ); Tsaousis (2003) 
• Schutte Self Report Emotional Intelligence Test (SREIT); 
Schutte et al. (1998) 
• Trait Meta Mood Scale (TMMS); Salovey, Mayer, Goldman, 
Turvey, & Palfai (1995) 
• Wong and Law Emotional Intelligence Scale (WLEIS); Wong & 
Law (2002) 
• Emotional Competency Inventory (ECI); Boyatzis, Goleman, & 
Hay/McBer (1999) 
• Emotional Intelligence Appraisal (EIA); Bradberry & Greaves 
(2003) 
• Emotional Intelligence Quotient (EIQ); Dulewicz & Higgs 
(1999) 
• Emotional Intelligence Survey (EIS); Carson, Carson, & 
Birkenmeier (2000) 
• Emotional Quotient Inventory (EQ-i); Bar-On (1997) 
• SUEIT; Palm er & Stough (200 1) 
• Trait Emotional Intelligence Questionnaire (TEIQue ); Petri des & 
Furnham (2004) 
In sum, El has been conceptualized as the extent that an individual attends to, 
processes, and acts upon information of emotion of oneself and others. The 
definitions have ranged from a more focused perspective of intelligence in the 
ability models to a diffuse and broad collection of personality attributes in the mixed 
models. Distinctions between the models rest upon on the components or facets that 
the model is comprised of. On the other hand, models are grouped as ability El or 
trait El by their measurement format. 
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Controversies of El 
El has been claimed to affect a wide array of work behaviors (e.g., Daus & 
Ashkanasy, 2005). Critics, however, have shown skepticism regarding the relations 
between El and workplace variables. For example, Landy (2005) criticized that 
certain extravagant claims about the importance of El at work were based on 
proprietary database which is not available to other researchers for verification. 
Moreover, a recent meta-analysis found that El had a small operational validity 
of .24 with job performance and had minimal incremental validity over GMA (Van 
Rooy & Viswesvaran, 2004 ). Thus, critics have cautioned against the weak 
empirical evidence in demonstrating the importance of El in organizational settings 
(e.g., Antonakis, 2003). 
The study of El in the workplace is further complicated by the research 
methodology; there has been continuous debates regarding the best model of El in 
terms of theoretical conceptualization and measurement (e.g., Mayer, Salovey, & 
Caruso, 2008; Petrides, Furnham, & Mavroveli, 2007). The proponents of the ability 
models (or Stream 1) have insisted El is a kind of cognitive ability that should 
exclude personality and motivational variables (Daus & Ashkanasy, 2003; Mayer et 
al., 1999, 2008) as the mixed models measures have moderate to strong correlations 
with personality factors such as extraversion and neuroticism (Van Rooy, Alonso, & 
Viswesvaran, 2005a). They have also advocated the use of objective 
maximum-performance tests (e.g., MEIS, MSCEIT) as the best way to assess one's 
El (Mayer et al., 1999) rather than self-report measures which are more likely to be 
biased by the accuracy of self-evaluation as well as social desirability. In fact, the 
MEIS (Stream 1) had a higher correlation with GMA (p=.33) than other measures 
did (p=.09) (Van Rooy & Viswesvaran, 2004). Research has also indicated that the 
ability models (Stream 1 ) and the mixed models (Stream 3) share only a small to 
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moderate correlation with each other (Brackett & Mayer, 2003). These findings 
suggest the ability models may be measuring a construct of intelligence and are 
distinct from the mixed models. 
Although the ability models (Stream 1) have been said to be theoretically more 
preferable (Schulze, Wilhelm, & Kyllonen, 2007), Petrides and colleagues (2006, 
2007) pointed out that emotional experience is subjective in nature; the consensus 
scorin~ and expert scoring used in maximum-performance tests do not necessary 
reflect the correct El strategy without considering the contextual factors (Law, Wong, 
Huang, & Li, 2008; Van Rooy, Viswesvaran, & Pluta, 2005b ). Thus, it would be 
difficult to develop objective criteria to assess emotion-related ability. In terms of 
predictive validity, however, the MEIS had smaller validity coefficients (p=.19) than 
other El measures (pranged from .09 to .32) (Van Rooy & Viswesvaran, 2004). If 
the ability models are the most promising models as claimed, the weak predictive 
power of MEIS may either imply measurement inadequacy, or El is not as important 
as previously claimed in the performance domain. Nonetheless, there is no 
consensus regarding the optimal model of El to date, and all three Streams of El 
models have been widely used in the research. 
In sum, when evaluating the claims about the importance of El in the 
workplace, one should consider about the magnitude of association between El and 
various organizational variables. Beside, one should understand the differential 
correlational magnitude between El models and these organizational variables. 
Previous Research of El in the Workplace 
Given the accumulation of El studies in the workplace in the last decade, 
several systematic reviews have been carried out. In their meta-analysis, Van Rooy 
and Viswesvaran (2004) examined the construct validity of EL They concluded that, 
in general, El had an operational validity of .23 (k=59, N=9,522). They found 
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positive associations between El and employment performance (p=.24), academic 
performance (p=.l 0) and life settings (p=.24), indicating the positive impact of El. 
However, the criterion of employment performance in their meta-analytic study 
was not clearly defined (Antonakis, Ashkanasy, & Dasborough, 2009); job 
performance, leadership, laboratory task performance, and interview outcomes were 
analyzed together as employment performance. In addition, the 19 samples analyzed 
were mixed with student samples and laboratory studies. Thus, it is questionable 
whether their results were underestimated or overestimated, and whether they could 
be generalized to the work settings. 
Meanwhile, the qualitative review of El and workplace applications by Jordan 
and colleagues (2007) showed that El was related to task performance, team 
performance, organizational citizenship behaviors, leadership behaviors, and job 
satisfaction. Beside, Van Rooy and colleagues (2005) reported that female had a 
higher El score than male, suggesting gender may insert differential impacts on the 
associations between El and organizational variables. These are important El 
developments which were not covered in the previous meta-analysis (Van Rooy & 
Viswesvaran, 2004). 
Given the burgeoning growth in empirical work assessing the impact of El in 
the workplace, an updated and integrated review is therefore warranted to help 
researchers and practitioners clarifying and interpreting these relations. 
Purpose of the Present Meta-Analysis 
The present study aims at contributing to the El research in two ways. First, to 
find out whether El is an important construct in the workplace, I extended the 
criterion variables examined in Van Rooy and Viswesvaran's (2004) meta-analysis 
to include job-related attitudes Gob satisfaction, commitment, and organizational 
citizenship behaviors), and leadership behaviors (leadership effectiveness, 
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transformational leadership, and contingent reward) in the analyses. Results could 
help future researchers evaluating the role of El in the work settings. 
Second, to understand how El models affect the El -workplace criterion 
associations, I conducted subgroup analyses so that the result patterns may provide 
insights regarding the controversies among the models. I also studied some potential 
moderators that have not been explored in the previous meta-analysis. These 
moderators may suggest interesting future research directions. 
Apart from these two main objectives, I also improved the shortcomings of the 
previous meta-analysis by analyzing studies with work samples only. Thus, the 
results should be more representative to the real work settings and meaningful to 
practitioners. 
Specific Hypotheses Concerning El-Workplace Criterion Relations 
Below I describe the potential theoretical linkages between El and various 
workplace outcomes, and state my hypotheses regarding their associations. I also 
discuss hovv the moderators may affect these associations. 
El and Job Performance 
Job performance is the outcome that inevitably all organizations care about. 
Although cognitive ability has been found to best predict performance in 
organizational settings (Schmidt & Hunter, 1998), there are various factors such as 
pressure and anxiety which could interfere with or even hamper performance. 
Theoretically, El should enhance an individual's ability to cope with these distracters. 
People who are high in El should therefore be able to better handle emotional factors 
that often inhibit their successful performance. In this way, El may have an indirect 
contribution to job performance and effectiveness (Jordan et al., 2006). In a 
cognitive task of solving anagrams, participants who were higher in El were found 
to solved more problems than those who were lower in El after encountering a very 
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difficult and frustrating set of problems (Schutte, Schuettpelz, & Malouff, 2000). 
Such effect was observed even after the baseline performance on a moderately 
difficult task was controlled. Their results suggest that people who can recognize, 
understand and manage their negative emotions may be more productive at work 
than those people whose emotions interfere with their work. 
Moreover, jobs that involve significant emotional components or high 
emotionallabor demands should be benefited by El. For example, El skills such as 
understanding others' emotion and regulating self emotion would be critical to the 
performance of customer services and retail sales that need to interact directly with 
customers. A study on food service workers of a restaurant franchise found that 
employees' El was positively associated with performance even after personality 
factors were controlled (Sy, Tram, & O'Hara, 2006). In another study of police 
officers, whose jobs required highest emotional demand to manage their own and 
others' emotion (Glomb, Kammeyer-Mueler, & Rotunda, 2004), both qualitative and 
quantitative data demonstrated that El predicted performance and prevented 
negative stress outcomes (Daus, Rubin, Smith, & Cage, 2004; cf. Daus & Ashkanasy, 
2005). In addition, previous meta-analysis reported a correlation of .24 between El 
and employment-related performance (Van Rooy & Viswesvaran, 2004). These 
findings all lend support to hypothesize a positive linkage between El and job 
performance. 
Hypothesis 1: El has a positive relation with job performance. 
El and Job-Related Attitudes 
Apart from job performance, research findings have suggested that high El may 
be linked to positive job-related attitudes (Abraham, 2005; Jordan et al., 2007). 
Specifically job satisfaction, commitment, and organizational citizenship behaviors 
have attracted considerable research. 
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Job satisfaction. Job satisfaction refers to an individual's general attitudes 
toward his or her job. Locke (1969) regarded job satisfaction and job dissatisfaction 
as "complex emotional relations to the job". People with a high level of job 
satisfaction hold more positive attitudes to their jobs. Job satisfaction has been 
linked to various productivity indicators such as job performance (Judge, Thoresen, 
Bono, & Patton, 2001 ), absenteeism (Scott & Taylor, 1985) and turnover (Griffeth, 
Horn, & Gaerthner, 2000). It is also considered as a proxy to employee's well being 
at work (Grandey, 2000). 
Research has pointed out both affective experience at work and cognitive 
evaluations and beliefs constitute one's job satisfaction (Weiss & Cropanzano, 1996; 
Weiss, 2002). Given the affective component of job satisfaction, El should 
theoretically promote one's job satisfaction in two ways (Kafetsios & Zampetakis, 
2008). Interpersonally, emotional awareness and regulatory processes associated 
with El could enhance one's ability to develop better social relationships at work, 
which subsequently affects the experience of emotion and work stress. 
Intrapersonally, understanding one's own emotions could enable one to perform 
better through regulating stress and negative emotion. Therefore, for people with 
higher El are more likely to experience continuous positive moods and feelings 
which in turn generate higher job satisfaction. In general, empirical studies have 
observed a positive link between El and job satisfaction (e.g. Sy et al., 2002; Lopes, 
Grewal, Kadis, Gall, & Saovey, 2006), although the magnitude of association varied 
across studies. For example, research has found weak to modest relations between 
trait El measures and job satisfaction (e.g. Kafetsios & Zampetakis, 2008). In light 
of the overall findings, El is likely to have a positive relation with job satisfaction. 
Hypothesis 2a: El has a positive relation with job satisfaction. 
Work Commitment. Commitment is another common work attitude construct 
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used in organizational studies. It refers to the level of strength that one identifies 
with and involves in certain actions or goals (Morrow, 1993 ). There are different 
forms of commitment; organizational commitment, job involvement and career 
commitment are those that are often studied in the literature (Morrow, 1993 ). A 
recent meta-analysis reported that these different forms of commitment had positive 
intercorrelations, which indicates a possible presence of a common psychological 
construct (Cooper-Hakim & Viswesvaran, 2005). These different forms of 
commitment have similar patterns of correlation with job satisfaction, performance, 
turnover and turnover intentions (Cooper-Hakim & Viswesvaran, 2005). 
In the process of identifying and involving with organization, job and career, 
people are connected emotionally to their work experience such that they may 
experience joy, anger, frustration and excitement (Ashforth & Humphrey, 1995). 
Commitment was further proposed as the result of affective experience at work 
(Cropanzano, James, & Konovsky, 1993). If one is able to maintain positive 
emotions, commitment would be enhanced. Through the processes of El, such as 
understanding of emotion and emotional regulation, people with high El should be 
able to enhance their work commitment by placing themselves in the positive 
emotions while channelling dysfunctional emotions in adaptive ways. Research has 
showed support to this hypothesis. A study of 212 health care professionals found 
that El was strongly linked to occupational stress and organization commitment; 
workers who were higher in El reported significantly lower occupational stress and 
higher organization commitment (Nikolaou & Tsaousis, 2002). Results in Wong and 
Law's (2002) study also reported similar findings. Interestingly, their results further 
suggested that individuals who were high in El were more likely to leave the 
organizations if their jobs did not permit the use of their emotional intelligence. 
Therefore, El is likely to have a positive relation with work commitment. 
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Hypothesis 2b: El has a positive relation with work commitment. 
Organizational citizenship behavior (OCB). OCB is an extra-role behavior that 
goes beyond formal role requirement and contributes to organizational effectiveness 
(Smith, Organ, & Near, 1983; Organ, 1988). Individuals who perform OCBs are 
more likely to proactively help others with work-related problems, take extra 
responsibilities, foster positive social and work environments, and promote the goal 
of the organization (Podsakoff, MacKenzie, Paine, & Bachrach, 2000). Research has 
found that OCB relates to a broad set of desirable outcomes such as job performance, 
job satisfaction and organizational commitment (LePine, Erez, & Johnson, 2002). 
Employee attitudes, task characteristics and leadership behavior are found to be 
antecedents of OCB (Podsakoff et al. , 2000). 
El may further enhance OCB as emotionally intelligent individuals are able to 
comprehend and respond to eo-workers' feelings better. Besides, El posits that 
people with high El are able to manage themselves in positive moods. Experimental 
studies have found that people who are induced to be in positive moods are more 
likely to help others (Cunningham, Steinberg, & Rita, 1980; Shaffer & Graziano, 
1983). A recently meta-analysis concluded a negative relation between emotional 
strain and OCB (Chang, Johnson, & Yang, 2007). Shaw, Sutton and Pelled (1994) 
reasoned that being in a good mood is reinforcing while displaying altruism is 
rewarding, so performing OCB enables one to maintain this pleasurable state. 
People in a good mood may be more socially interactive and enjoy job satisfaction 
that they are more likely to engage in helpful behaviors. Therefore, El is likely to 
have a positive linkage with OCB. 
Hypothesis 2c: El has a positive relation with OCB. 
El and Leadership 
Leadership effectiveness. To cope with constant change, organizations have 
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strong demands for leaders. Various leadership theories have been proposed in 
literature (see Den Hartog & Koopman, 2001, for a review). After all, leadership is 
intrinsically an emotional process; effective leaders are able to recognize, evoke and 
manage the emotions of followers so as to influence them to achieve organizational 
goals (Ashforth & Humphrey, 1995; Humphrey, 2002). Leaders' emotional 
awareness and regulation will affect the quality of interaction with followers. When 
leaders are able to accurately appraise followers' emotion, they are more able to 
make use of this information and in turn model followers to work towards 
organizational goals (Bass, 1985; George, 2000). Therefore, some researchers 
consider El as a key determinant of effective leadership (Ashkanasy & Tse, 2000). 
Empirical studies in general support a positive link between El and leadership 
effectiveness (e.g., Rosete & Ciarrochi, 2005; Sivananthan & Fekken, 2002; Wong 
& Law, 2002). Sivananthan and Fekken (2002) reported that leaders' El was related 
to followers' perceived leadership effectiveness (as assessed by MLQ, Bass & 
Avolio, 1996). Wong and Law (2002) found that for supervisors who had higher 
self-rated El, their subordinates were more satisfied with their jobs and more likely 
to perform OCB, though supervisors' El was not related to subordinates' 
performance. In the present meta-analysis, leadership effectiveness was defined to 
include components of perceived leadership effectives, and followers' job 
performance, job satisfaction, commitment, and OCB. Therefore, El is likely to be 
positively linked with leadership effectiveness. 
Hypothesis 3a: El has a positive relation with leadership effectiveness. 
Transformational leadership. Transformational and transactional leaderships 
are two well-known paradigms in the field (Bass, 1985). Transformational leaders 
motivate and inspire followers while transactional leaders focus on exchanges and 
rewards. As transformational leadership has garnered most empirical attention in the 
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field (Judge & Bono, 2000), researchers have also explored its linkage with El 
(Jordan, Ashton-James, & Ashkanasy, 2006). Recent research has found a positive 
association between El and transformational leadership in middle-level managers 
(Palmer, Walls, Burgess, & Stough, 2001) and senior level managers (Gardner & 
Stough, 2002). Jordan et al. (2006) suggested that three aspects of transformation 
leadership (idealized influence, inspirational motivation and individualized 
consideration; Avolio and Bass, 1988) could be aligned with El. For example, 
individualized consideration requires leaders to pay attention to and manage others ' 
emotion. Thus, El is likely to have positive association with transformational 
leadership behaviors. 
Hypothesis 3b: El has a positive relation with transformational leadership. 
Contingent reward. Compared with transformational leadership, transactional 
leadership reflects more basic and routine behaviors. However, several studies have 
questioned the factor structure of transactional leadership, especially the component 
of contingent reward. Contingent reward refers to providing followers who have 
accomplished pre-agreed objectives with material or psychological rewards. 
Confirmatory factor analyses have found that contingent reward often shares high 
interscale correlations with transformational leadership and loads more appropriately 
with transformational leadership (Bycio, Hackett, & All en, 1995; Lowe, Kroeck, & 
Sivasubramaniam, 1996; Vandenberghe, Stordeur, & D'hoore, 2002). Although the 
behaviors of contingent reward are task -oriented, such as providing feedback, setting 
goals, rewarding behaviors, they all could help to build a positive emotion among 
the followers. Moreover, contingent reward was found to display similar patterns of 
correlations with various criteria as transformational leadership facets (Bycio et al., 
1995 ; Lowe et al. , 1996; Vandenberghe et al., 2002). Therefore, contingent reward 
may require similar El processes as transformational leadership. While high El 
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leaders should show more transformational leadership behaviors, they should also be 
more adept at contingent reward. In other words, El is likely to be positively linked 
with contingent reward behaviors. 
Hypothesis 3 c: El has a positive relation with contingent reward. 
El Models as Moderator 
The choice of El measures may affect the magnitude of association between El 
and criterion variables. Previous research has indicated that ability models (Stream 1) 
and the mixed models (Stream 3) share only a small to moderate correlation with 
each other (Brackett & Mayer, 2003). Recent meta-analyses have shown that mixed 
models (e.g., EQ-i, ECI) had stronger association with performance (Van Rooy and 
Viswesvaran, 2004) and mental health (Schutte, Malouff, Thorsteinsson, Bhullar, & 
Rooke, 2007) compared with ability models (e.g., MSCEIT). Such differences may 
be due to the different properties of the two models (see Chapter 5 ofMatthews et al. , 
2007, for a comprehensive review). 
Ability models, where El is measured through performance tests (Stream 1 ), are 
criticized for their scoring methodology; consensus scoring and expert scoring do 
not necessary reflect the best El strategy (Law et al., 2008; Van Rooy et al. , 2005b ). 
Therefore, it is possible that ability models underestimate one's El (Brody, 2004). 
In contrast, the mixed models (Stream 3) are often being criticized too broad in 
scope and overlapping with personality traits (Brackett & Mayer, 2003; Daus & 
Ashkanasy, 2003; Dawda & Hart, 2000; McCrae, 2000); the mixed models have 
moderate to strong correlations with personality factors such as extraversion and 
neuroticism (Van Rooy et al. , 2005a). As personality has been found to have a 
substantial correlation with performance (Barrick & Mount, 1991) and other 
workplace outcomes (e.g., Bono & Judge, 2004; Judge, Heller, & Mount, 2002), the 
higher associations between the mixed models (Stream 3) and performance and 
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health may be due to their overlapped variance with personality. 
On the other hand, Stream 2 (e.g. , TMMS, WLEIS) conceptualizes El based on 
the Mayer and Salovey's ability model framework and assesses one's El ability to 
perceive, understand, and regulate emotions through self-report measures. Stream 2 
appears to be a potential solution to address the controversies among the ability and 
the mixed models. First, as Stream 2 conceptualizes El as a kind of cognitive ability 
and excludes personality components, theoretically El measured by Stream 2 should 
overlap less with personality constructs than El measured by Stream 3 does. In 
addition the use of self-report measures does not have the consensus or expert 
scoring issues as the Stream 1 measures have. Although self-report measures are 
often being criticized to be sensitive to social desirability and inaccurate 
self-perception, researchers have argued that a person's El can be judged by multiple 
. raters to avoid self-serving bias (Law, Wong, & Song, 2004 ). Moreover, people may 
have better abilities to evaluate their El accurately as they are often given feedback 
about their emotion management. Self-report measures also have been demonstrated 
acceptable reliabilities and validities (Law et al. , 2004). Therefore, Stream 2 may 
adequately represent one 's EL 
Nonetheless, based on existing findings , only hypotheses for El measured by 
Stream 1 and Stream 3 were provided. The moderating effect of El measured by 
Stream 2 would be explored instead as studies directly comparing validity of the 
Stream 2 measures with measures of the other two Streams are scant. 
Hypothesis 4: El models moderate El-outcome relationship. El measured by 
Stream 3 (the mixed models) have stronger correlations with workplace criterion 
variables than El measured by Stream 1 (the ability models) does. 
Emotional Labor Demand as Moderator 
Different jobs require different kinds of emotional displays or emotional 
Emotional Intelligence 1 7 
behaviors when faced with emotionally charged situations. For example, retail 
salespeople who have frequent interactions with customers may need to display 
pleasant emotion expression and behavior (e.g. happiness), even when the customers 
are unfriendly or angry, to increase customer satisfaction and attract sales. Police are 
often required to display negative emotions (e.g. irritation) to gain compliance from 
criminals (Stenross & Kleinman, 1989). 
Producing appropriate emotional display involves emotionallabor, which refers 
to the regulation of one's emotions and production of appropriate emotional display 
for organizational goals (Hochchild, 1983; Grandey, 2000). The level of need to 
engage in emotionallabor, or emotional tabor demand (Glomb et al., 2004), also 
varies across jobs. Glomb and colleagues (2004) have examined a list of occupations 
and concluded that occupations in protective services, health care, and counseling 
have the highest emotionallabor demands. 
As fulfilling those display rules may contradict genuinely felt emotions, such 
mismatch or emotional dissonance, is stressful. Studies on emotionallabor have 
generally demonstrated that emotionallabor demands have negative impacts on 
relevant job and psychological outcomes such as job satisfaction and well being 
(Hochschild, 1983; Grandey, 2000). 
El has theoretical linkage with emotionallabor as El involves the regulation 
and expression of emotion (Daus & Ashkanasy, 2005; Austin, Dore, & O'Donovan, 
2008). Individuals who are high in El, compared with those low in El, are more 
sensitive to feelings and emotions of themselves and others, and they are more able 
to recover from psychological distress by regulating their emotion. Thus, individuals 
high in El are better equipped to engage in emotionallabor to produce 
situation-appropriate emotions and contribute to a positive service experience for 
their customers. They are more skilled and less stressful to perform emotionallabor 
Emotional Intelligence 18 
when needed. In other words, compared with occupations of low emotionallabor 
demands, high El is more important in occupations of high emotionallabor demands 
to contribute positive outcomes while low El will have stronger negative outcomes 
in these occupations. In the present study, I tested the following moderator 
hypothesis: 
Hypothesis 5: Emotionallabor demands moderates the EI-workplace criterion 
relations. For occupations require higher emotionallabor demand, there is a stronger 
positive relation between El and criterion variables than those requires lower 
emotionallabor demand. 
Gender as Moderator 
Literature has extensively investigated gender stereotypes, or characteristics 
and traits that are believed to characterize men and women (Williams & Best, 1990). 
These stereotypical beliefs are found to be widely shared by men and women 
(Williams & Best, 1990). For example, men are thought to be agentic and 
instrumental in nature while women are stereotyped as more communal and 
emotionally expressive (Williams & Best, 1990; Fabes & Martin, 1991 ). 
Indeed, research has suggested that women are more aware of their emotion 
and display more articulation of emotional experience than men (Barrett, Lane, 
Sechrest, & Schwartz, 2000) as women are socialized to manage the interpersonal 
emotional demands (Rafaeli, 1989). Women were found to have greater ability to 
recognize, express and interpret emotional information, and make emotional 
judgment (Thayer, Rossy, Ruiz-Padial, & Johnsen, 2003). Women also scored 
significantly higher in El measures than men (Mandell & Pherwani, 2003; May er et 
al. , 1999; Van Rooy et al. , 2005). These findings have suggested that women are 
more readily and more competent to engage in El processes, which could lead them 
to have a stronger positive experience and outcomes than their male counterparts. 
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For example, women enjoyed more job satisfaction than men in jobs that require 
emotional labour (Wharton, 1993 ). They also reported more interpersonally oriented 
transformational leadership behaviors (Carless, 1998). 
On the other hand men may outperform women when they break the gender 
stereotypes. A recent study on verbal consideration, which is commonly seen as a 
feminine behavior (Diekman & Eagly, 2000), found that followers whose male 
leaders showed verbal consideration to them reported less irritation than those of 
female leaders (Mohr & Wolfram, 2008) . The authors speculated that female leaders 
who showed verbal consideration would be seen as normal while male leaders who 
did so would be credited of paying extra effort. 
Integrating these literature, gender is expected to moderate the relationship 
between El and criterion variables. As women are often stereotyped as more 
competent in emotion-related processes, the following hypothesis was tested: 
Hypothesis 6: Gender moderates the EI-workplace criterion relations. Women 
have a stronger moderation effect on EI-workplace criterion association than men. 
Source of Criterion Ratings 
In addition the effects of source of criterion ratings on the EI-workplace 
criterion relations were explored in the present study. The source of criterion ratings 
could be organization record (e.g. , sales performance appraisal s) or subjective 
ratings by self evaluation and superv isory ratings. Research have cautioned about 
the leniency in self-ratings as reflected by the higher mean level of self-ratings 
compared with supervisory ratings in job performance (Heidemeier & Maser 2009). 
For example recent studies have pointed out that people who were in the bottom 
quartile on logical reasoning tests and school performance tend to overestimate their 
ability and performance (Kruger & Dunning, 1999; Kuncel , Crede, & Thomas, 
2005). Impression management may also influence the results as people rarely see 
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themselves as "below average" (McCrae, 1990). After all, correlations between 
self-ratings and other-ratings on job performance have been found to be quite low 
(Conway & Huffcutt, 1997). As self-report measures of El (Stream 2 and Stream 3) 
are commonly used in El research, it is likely that a stronger relation would be 
exhibited when criterion ratings are based on self-ratings than other-ratings. 
Hypothesis 7: Source of criterion ratings moderates the EI-workplace criterion 
relations. El has stronger correlations with criterion variables when the criterion 
ratings are based on self-ratings than other sources of criterion ratings. 
Publication Bias 
Lastly, both published studies and unpublished dissertations and working 
papers would be included in the analyses to avoid file-drawer effects. Landy (2005) 
has argued that the beautiful claims of El were often based on unpublished studies. 
Thus, a subgroup analyses would be carried out to examine if they have substantial 
differences in effect sizes. 
In sum, the present study conducts a meta-analysis to systematically study the 
associations of El with popular workplace criterion variables, namely job 
performance, job satisfaction, commitment, OCB, leadership effectiveness, 
transformational leadership, and contingent reward of transactional leadership. The 
study further examines the moderation effects of El models, emotionallabor demand, 
gender, and source of criterion ratings. 
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CHAPTER 2. METHOD 
Literature Search 
The present meta-analysis included studies from 1990, the year where Salovey 
and May er first put forth their framework of El, through April 2009. To locate 
potentially relevant studies for the present meta-analysis, an extensive literature 
search was conducted in major computerized databases including PsyiNFO, ERIC, 
ABI/Inform, and Dissertation Abstracts databases. Keywords such as emotional 
intelligence and emotional competence were combined with terms performance, job 
satisfaction, commitment, organizational citizenship behavior, and leadership to 
identify relevant studies. Reference lists in earlier meta-analyses and reviews were 
examined to locate additional studies. Lastly, dissertations and unpublished papers 
were included to minimize publication bias. A total of 25 emails were sent to active 
researchers in the field for unpublished manuscripts; 1 0 replies were received 1. 
Inclusion Criteria 
For a study to be included in the present meta-analysis, it had to (a) report a 
quantitative relationship -either correlation coefficients or other statistics that can 
be transformed into correlation coefficients - between a measure of El and one or 
more of individual-level workplace criterion variables (i.e. performance, job 
satisfaction, commitment, OCB, and leadership), and (b) be conducted in work 
settings. Laboratory research studies and studies that employed students and/or 
non-working samples were excluded. Based on these criteria, 56 published studies 
and 3 7 dissertations and working papers were selected for inclusion in the 
meta-analysis. A total of 102 independent samples (N=13 ,81 0 individuals) were used 
in the analyses. 
1 I would like to thank Dr. Neal Ashkanasy, Dr. David Caruso, Dr. Victor Dulewicz, Dr. Kenneth Law, 
Dr. Paulo Lopes, Dr. John Mayer, Dr. Richard Roberts, Dr. Peter Salovey, Dr. David Van Rooy, and Dr. 
Moshe Zeidner for their replies. 
Emotional Intelligence 22 
Coding 
Each of the independent samples was coded for the El measure( s) used, the 
criterion variable( s) measured, sample size, construct reliabilities, and effect sizes. 
For samples that reported only mean differences and t-values, such statistics were 
transformed into Pearson's correlation coefficients (Lipsey & Wilson, 2000). For 
samples that reported only correlations between El subscales and component 
measures of a criterion variable (e.g. correlations between El and components of 
transformational leadership), a single estimate of correlation based on the 
intercorrelations among the variables was computed (Hunter & Scdmidt, 2004). A 
simple average was used when such information was lacking. Furthermore, to avoid 
overweighting particular sample, only one correlation for each El -criterion 
relationship was taken from each sample for the main effect analyses. For any 
independent sample which employed more than one measures for El or criterion 
variables, those effect sizes were averaged and used for analysis instead (Rosenthal 
& Rubin, 1986). For any study that reported only the correlations between subscales 
of El measure and criterion variables, an overall El -criterion correlation was 
calculated based on the reported correlation matrix and the formula recommended 
by Hunter and Schmidt (2004 ). Characteristics of the included studies are listed in 
Appendix A. 
Each independent sample was coded for potential subgroup moderators, namely 
study characteristics (published or unpublished), El models (Stream 1, 2, or 3 ), 
gender, occupation, and source of criterion ratings (self- or other-ratings). 
Categorization rules of gender and emotionallabor demand were explained below. 
Gender. Most of the independent samples included male and female 
participants. Studies which employed more than 70% or more of male participants in 
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their sample were categorized as Men; studies which employed more than 70% or 
more of female participants were categorized as Women. 
Emotionallabor demand. Occupations described for each sample were 
recorded and further transformed into emotional labour demand score following the 
work by Glomb et al. (2004) and data from the Occupational Information Network 
(O*NET; United States Department of Labor/Employment and Training 
Administration, 2001) for subgroup analyses. To calculate the emotionallabor 
demand for each sample, each occupation was matched in the O*NET. Following 
Glomb et al. (2004), importance scores of the five generalized work activities 
presented in the O*NET were retrieved and averaged to represent the level of 
emotionallabor demand of that particular occupation. These five work activities 
were performing for or working directly with the public, assisting and caring for 
others, deal with external customers, deal with unpleasant or angry people, and 
frequency of conflict situations. However, O*NET did not provide information for 
military samples. For samples conducted in military settings and those without 
occupation information were therefore excluded from the subgroup analysis. For 
each criterion, samples were split by the emotionallabor demand mean score into 
high or low emotionallabor demand for moderator analyses. 
I and a graduate student independently coded 20 studies to assess the level of 
agreement. Intercoder agreement was 94.7% which was satisfactory. Coders 
discussed all discrepancies and decided the final coding, and then the author coded 
the remaining studies. 
Meta-Analytic Calculation 
The meta-analytic techniques advocated by Hunter and Schmidt (1990, 2004) 
and Hedges and Vevea ( 1998) are often used in social science research. Recent 
studies which have compared the above methods have suggested that the 
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Hedges-Vevea method would overestimate the true correlation (Field, 2001, 2005; 
Hall & Brannick, 2002). Therefore, the estimates of the true population correlation 
between El and workplace outcome were calculated following the meta-analytic 
procedures described by Hunter and Schmidt (2004). 
First, each primary correlation was weighted by sample size and corrected for 
measurement unreliability in both El and the criterion. These weighted coefficients 
were then summed and divided by the sum of the weights to compute an estimate of 
the true population correlation. Correlation correction was based on the internal 
consistency coefficients reported in each study. Where no reliability information was 
reported, the weighted mean reliability from other studies that provided such 
reliability estimates was substituted into the correction formula. Although subjective 
criterion ratings such as job performance ratings were suggested to be further 
corrected for interrater reliability (Viswesvaran, Ones, & Schmidt, 1996), such 
correction was not performed as interrater reliability may not be a proper 
measurement of reliability (Kasten & Nevo, 2008; Murphy & De Shon, 2000; 
Riketta, 2008). 
In addition, a 95% confidence interval and 80o/o credibility interval for the 
association between El and each criterion variable were constructed to estimate 
variability around the estimated mean correlation and variability of individual 
correlations across studies respectively. The 95% confidence interval was used as a 
significance test to judge if each of these associations was nonzero (Whitener, 1990). 
The 75% rule and credibility interval were used to provide information on the 
presence of moderator. When 75o/o or less of the observed variance was explained by 
the artifacts, and the credibility interval includes zero or is very large2, subgroup 
2 Koslowsky and Sagie ( 1993) considered credibility intervals greater than 0.11 as the rule of thumb 
to detect presence of moderator. 
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analyses were then performed to examine the moderation effects (Hunter & Schmidt, 
2004). Following Hunter and Schmidt (1990), statistical significance of mean effect 
size difference between subgroups was assessed by the z-tests for moderation. The 
Bonferroni method was applied to each set of moderator analysis to guard against 
the inflation of Type I errors. 
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CHAPTER 3. RESULTS 
Descriptive Statistics of Included Samples 
Table 2 presents the numbers of included studies and independent samples. The 
present analyses were based on 102 independent samples, of which 60% were from 
published studies. Although El was introduced in 1990 and further promoted by 
Goleman in 1995, over 70% of the included samples were published between 2004 
and 2008. Table 3 lists out the breakdown of samples by criterion and El models. 
Surprisingly, the Stream 1 ability models measures were less studied with 
organizational variables than the other two Streams of measures. More than half of 
the Stream 1 measures data were based on unpublished studies. 
Table 2 
Descriptive Statistics of Included Studies 
Data Source k N 
Published Studies 57 
Unpublished Studies & Dissertations 3 6 
Total Number of Independent Samples 102 13,810 
Note. k = number of samples ; N = total number of individuals in the k samples 
Table 3 
No. of Independent Samples (k) by Publication Status and El Models 
Stream 1 Stream 2 Stream 3 
Pub UnPub Pub UnPub Pub UnPub 
Performance 6 3 9 1 18 3 
Job Satisfaction 1 3 11 2 9 8 
Commitment 0 0 7 1 8 1 
Org. Citizenship Behavior 1 1 3 1 1 1 
Leadership Effectiveness 2 5 3 4 6 5 
Transformational Leadership 1 2 3 5 8 4 
Contingent Reward 0 2 1 1 0 3 
Note . Pub = published studies; UnPub = unpublished studies and dissertations 
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Reliability Estimates for Emotional Intelligence and Its Correlates 
Sample-size-weighted mean reliabilities for El and its correlates were 
computed and substituted in studies that did not provide information about construct 
reliability. Table 4 presents the number of samples which provided local reliability 
information (k), the total number of individuals in these samples (N), and the 
sample-size-weighted mean reliability. The estimated mean reliability for El was .86 
and the reliability means for other workplace criterion variables ranged from .75 
(transactional leadership) to .88 (leadership effectiveness). All can be considered as 
satisfactory. 
Table 4 
Reliability Estimates for Emotional Intelligence and Other Constructs 
Constructs k N Reliability 
Emotional Intelligence 63 9,303 .8557 
Performance 19 3,121 .8655 
Job Satisfaction 24 4,009 .8489 
Commitment 19 2,563 .8519 
Organizational Citizenship Behavior 8 874 .8253 
Leadership Effectiveness 17 1,891 .8837 
Transformational Leadership 15 1,670 .8789 
Contingent Reward 3 443 .7209 
Note. k =number of samples in which reliability information was presented; N = total number of 
individuals in the k samples; Reliability = sample-size-weighted mean reliabilities 
Mean Effect Analyses 
Meta-analytic results of the associations between El and criterion variables are 
presented in Table 5. Results demonstrated that El was positively associated with job 
performance (p=.34), job satisfaction (p=.24), commitment (p=.42), OCB (p=.35), 
leadership effectiveness (p=.23), transformational leadership (p=.28), and contingent 
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reward (p=.29). All the associations between El and criterion variables were 
significant as all the confidence intervals excluded zero, supporting hypotheses 1 to 
3c. These corrected correlations could also be considered as small to medium effect 
sizes (Cohen, 1988). 
Moderator Analyses 
Meta-analytic results in Table 5 show that credibility intervals were wide 
(Koslowsky & Sagie, 1993) and less than 75o/o of the observed variance was 
explained by the artifacts for all criterion variables, suggesting the presence of 
moderators. The effect of publication bias was first investigated by categorizing 
samples into published and unpublished (including dissertations and working papers) 
works. Then the effects of El models, emotionallabor demand, gender, and source 
of criterion ratings were explored as moderators. Hunter and Schmidt's (1990) z-test 
for moderation with Bonferroni adjustment was used to examine moderation 
significance. For the sake of meaningful subgroup analyses, criterion variables that 
contain fewer than three original samples (k<3) in any subgroup were excluded from 
the analyses. Publication bias. Table 6 presents the results of the moderator analyses 
by publication status. Although the corrected correlations for most criterion 
variables, except OCB and transformational leadership, are in general larger in 
published studies than those in unpublished studies, results suggest no publication 
bias was presented. Specifically the corrected correlations between El and 
workplace outcomes based on published studies were not significantly different 
from those based on unpublished sources, after the Bonferroni criterion was applied. 
El models. Based on their El measures used, samples were categorized into 
three Streams of El models proposed by Ashkanasy and Daus (2005). Table 7 
presents the results of the subgroup analyses. In general, results reveal that corrected 
correlations between El and criteria were weaker based on Stream 1 measures than 
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those based on Stream 2 and Stream 3 measures. When the Bonferroni criterion was 
applied, significant between-group differences were observed in all criterion 
variables except commitment. Hypothesis 4 was supported. On the other hand, 
corrected correlations based on Stream 2 measures were found to be relatively 
stronger than those based on Stream 3 measures. 
Emotionallabor demand. Table 8 presents the moderator analyses by emotional 
labor demand based on the samples' occupation. Corrected correlation between El 
and job performance was slightly stronger when emotionallabor demand was high. 
The direction reversed when it came to commitment and transformational leadership. 
However, no significant between-group difference was found. Therefore emotional 
labor demand did not moderate the associations between El and criterion variables. 
Hypothesis 5 was not supported. 
Gender. Table 9 presents the moderator analyses by gender. In general, patterns 
of the strength of associations were inconsistent among men and women. The 
corrected correlations between El and job performance, and commitment, were 
slightly stronger among women while the opposite was observed between El and job 
satisfaction and transformational leadership among men. No significant gender 
difference was found, thus hypothesis 6 that El would exert a stronger impact on 
men than on female was not supported. 
Source of criterion ratings. As some of job performance and leadership ratings 
were obtained from others, subgroup analyses on the source of criterion ratings were 
carried out. To control for source of El ratings, only effect sizes based on self-rated 
El from Stream 2 and Stream 3 measures were included in the analyses. Tables 10 
and 11 present the results of moderate analyses for job performance and leadership 
criteria respectively. For job performance, sources of criterion ratings were classified 
into four categories; self-ratings, supervisory ratings, ratings from multiple persons, 
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or objective records (e.g., sales record). Supervisory ratings refer to a single 
individual 's (supervisor's) evaluation; when more than one person was involved in 
the evaluation, those studies were grouped as multi-raters. Appraisals which lacked 
rater information were excluded from the analyses. For leadership, sources of 
criterion ratings were classified as self-ratings or other-ratings. 
Results reveal that EI-job performance relation was moderate when criterion 
was based on self-evaluation. Surprisingly, moderate associations were also 
observed when criterion was based on supervisory ratings and objective records. 
Multiple-ratings had the weakest associations and was significantly different from 
the other three sources of criterion ratings. Consistently, El also had stronger 
relations with leadership criteria when leadership ratings were based on 
self-evaluation than ratings from others which most of these other-ratings were 
collected from two or more persons (e.g., a leader was rated by two or more 
followers). Significant between-group differences were observed. Hypothesis 7 was 


























































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Main Effects of El 
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. CHAPTER 4. DISCUSSION 
Key Findings 
The results of the present meta-analysis support El is a valuable construct in the 
workplace. Based on 102 independent samples (N= 13,810 individuals) from 57 
published and 36 unpublished primary studies which employed work samples only, 
El was found to have small to moderate associations with job performance (p=.34), 
as well as contextual performance including job satisfaction (p=.24), commitment 
(p=.42), OCB (p=.35), leadership effectiveness (p=.23), transformational leadership 
(p=.32), and contingent reward of transactional leadership (p=.29). Subgroup 
analyses found El models and source of criterion ratings to moderate the 
relationships between El and some of the criterion variables. Given that no 
publication bias was detected, these findings are more likely to reflect an accurate 
representation of El in the workplace. 
The present meta-analysis finds a greater magnitude of association between El 
and performance (p=.34) than what Van Rooy and Viswesvaran (2004) reported 
(p=.24). The smaller validity coefficient in that study may be due to the inclusion of 
both students and work samples as well as the combination of different workplace 
criteria as employment performance indicator, whereas the present meta-analysis 
was restricted to work samples and on-the-job performance only. In other words, the 
present finding may be a better representation of the true EI-job performance 
relation. On the other hand, caution must be taken when comparing these corrected 
correlations. The operational validities reported in Van Rooy and Viswesvaran (2004) 
were not corrected for predictor (i.e. El) unreliability (Hunter & Schmidt, 1990) 
while the true score correlations (or observed validities) reported in the present 
analyses were corrected for both predictor and criterion unreliability. Generally 
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speaking, true score correlations would overestimate operational validity (Hunter & 
Schmidt, 2004 ). The latter meta-analytic technique was employed as it has been 
commonly used in other meta-analytic reviews (e.g., Bono & Judge, 2004; Dudley, 
Orvis, Lebiecki, & Cortina, 2006; Judge & Piccolo, 2004) 
In addition, the present meta-analysis shows that El is positively associated 
with six other common workplace performance indicators. Particularly El appears to 
be an important correlate of commitment, OCB, and transformational leadership. 
Commitment and OCB are outcomes of people's positive emotional experience in 
the workplace (e.g., Cropanzano et al., 1993; Cunningham et al., 1980), while 
transformational leadership involves emotional components to inspire, motivate and 
influence followers. A person high in El is good at recognizing and regulating 
emotions of self and others; s/he is able to enhance positive emotion and channel 
away negative emotions in self and others. Thus, El reinforces one's commitment to 
job and organization, as well as to exhibit altruistic behaviors to further promote 
such positive experience. El also enhances one 's capability to carry out 
transformational leadership behaviors more effectively. 
El Models 
While the ability models (Stream 1) measure El as cognitive abilities through 
maximum-performance tests, the mixed models (Stream 3) are more readily used in 
organizations for personnel selection and employee development. Subgroup analyses 
indicate that El models moderated the relationships between El and criterion 
variables. Consistent with previous findings (Van Rooy and Viswesvaran, 2004 ), 
Stream 1 measures (i.e., MEIS and MSCEIT) had the lowest associations with all 
criterion variables compared with Stream 2 and Stream 3 measures. Beside, Stream 
1 measures was significantly smaller in terms of the correlation magnitude than 
Stream 2 and Stream 3 measures on job performance, job satisfaction, and 
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transformational leadership, which could be attributed to the differences in 
conceptualizations, measurement, and potential overlapping with personality traits 
that were discussed before. Specifically, the weak positive relation (p=.14) between 
Stream 1 measures and job performance is somehow disappointing; previous studies 
have reported stronger relations between conscientiousness and job performance 
(p= .22) (Barrick & Mount, 1991; Hurtz & Donovan, 2000). Stream 1 measures also 
had weak positive relations with other workplace criterion variables. Following the 
arguments that the ability models using maximum-performance tests are the most 
valid representations of El (Daus & Ashkanasy, 2005; May er et al., 1999), one 
should then question the value of El in the workplace. 
On the other hand, subgroup analyses show that Stream 2 measures had 
moderate associations with the seven criterion variables. Interestingly, EI-workplace 
criterion associations were stronger using Stream 2 measures than those under 
Stream 1 measures, but they also share comparable strength of association with 
those using Stream 3 measures. As Stream 2 conceptualizes El similarly with Stream 
1 except Stream 2 assesses El by self-report measures, two implications are 
proposed below. 
First, if Stream 2 is considered as a valid representation of the ability models, 
the present results support the importance of El in the workplace. Although Stream 2 
measures had similar correlation magnitude as Stream 3 measures (the mixed 
models), Stream 2 would appear more superior to the mixed models as Stream 2 
measures were found to be more distinct from personality dimensions (Law et al., 
2004 ), supporting the advocate of the ability models. 
Second, given that Stream 1 and Stream 2 measures share similar El 
conceptualization but the latter had stronger correlation magnitudes with the 
criterion variables, possibly that the two Streams measure El via different routes and 
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processes. It would then be essential to investigate how the format of measurement 
(performance tests vs. self-reports) reflects one's EL 
For example, self-report measures ofEI were said to assess self- or 
other-perceived EI-related abilities and traits instead of cognitive abilities (Austin, 
2004; Barchard & Hakstian, 2004). Although people are likely to overestimate their 
mental abilities (Kruger & Dunning, 1999; Kuncel et al., 2005), is the perception of 
one's El also equally important in influencing and/or predicting workplace outcomes? 
Does the ability to manage one's reputation of El also indirectly relate to one's El? A 
recent meta-analysis reported an interesting result that intelligence had a stronger 
relation with leadership when intelligence was rated by others rather than assessed 
by objective measures (Judge, Colbert, & Ilies, 2004). Their results suggest that 
self-report measures could be as useful as objective measures to predict workplace 
outcomes. Thus, Stream 2 appears to have high potential to bridge the current 
disparity of the ability and the mixed models. More empirical investigation on 
Stream 1 and Stream 2 measures is warranted. 
It should be noted that, unlike the previous meta-analysis conducted by Van 
Rooy and Viswesvaran (2004 ), the present study failed to address the incremental 
validity of the El measures. In other words, the present study did not provide any 
information regarding whether El is be a better predictor of workplace outcomes 
over personality and GMA, or which Stream of El measures is the best El model. 
However, if El is solely used for selection purpose, Stream 2 measures appear to be 
more useful to predict workplace outcomes than other two Stream of measures based 
on the current findings. 
Emotional Labor Demand 
As El concerns how one appraises and regulates emotions, theoretically El 
should be more important in occupations that require emotional labor. Although 
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significant moderation effects were not found, El appears to benefit job performance 
and enhance job attitudes more strongly in occupations that were regarded as higher 
emotionallabor demand in the analyses. High El individuals are likely more skillful 
to regulate and adapt their emotions to fulfill the display rules and emotions of 
customers. In addition, jobs requiring higher emotionallabor demand increase work 
stress and reduce well-being (Pugliesi, 1999), which subsequently hamper job 
performance. As El has been found to positively relate to both physical and mental 
health (Schutte et al., 2007), El may enhance performance by reducing stress level. 
Although El had a moderate relation with transformational leadership in 
general, it appears that El-transformationalleadership relation would be slightly 
stronger in context of lower emotionallabor demand. As work stress is associated 
with emotionallabor (Bono & Vey, 2005; Hochschild, 1983), leaders in jobs of 
higher emotionallabor demand, such as nursing and police, may face higher stress 
than their counterparts in jobs of lower emotionallabor demand. These leaders may 
need to spare more personal resources to deal with stress such that they may not be 
able to perform transformational leadership behaviors as often as they could. 
However, as sample size in the low emotionallabor demand subgroup was small, the 
above explanation is speculative and requires further investigation. 
Gender 
Previous studies have shown that women are more competent and readily to 
perform El processes (Thayer et al., 2003; Van Rooy et al., 2005). Despite the 
present subgroup analyses did not find any significant difference of gender on the 
EI-workplace criterion associations, the patterns appear to follow our hypothesis that 
women would have a stronger El-workplace criterion associations than men. Among 
the criterion variables, El had a slightly stronger relation with job performance, job 
satisfaction, and commitment.. 
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On the other hand, El was unexpectedly related to transformational leadership 
more strongly in men than in women. It may be due to the feminine stereotypes of 
transformational leadership behaviors such as individualized consideration (Ross & 
Offermann, 1997). A recent meta-analysis has found that male leaders exhibit less 
transformational leadership behaviors than female leaders (Eagly, 
Johannesen-Schmidt, & van Engen, 2003). It is speculated that for male leaders who 
were high in El, they would engage in more transformational leadership behaviors 
and would be subsequently credited of paying extra effort by their followers. Future 
research investigating the processes behind such gender difference would be 
interesting and meaningful for managerial implications. 
Source of Criterion Ratings 
The subgroup analyses show that for job performance, subjective ratings from 
single individuals resulted in a stronger EI-performance relation than ratings from 
multiple raters due to the low interrater agreement among multiple raters (Conway 
& Huffcutt, 1997; Viswesvaran et al., 1996). For leadership variables, self-ratings of 
criterion variables also had stronger associations with El than other-ratings which 
were often collected from two or more persons. These result patterns may be 
explained by the common method bias (Podsakoff, MacKenzie, Lee, & Podsakoff, 
2003) as both El and criterion rating were based on self-report format. For example, 
Law and colleagues (2004) collected El and job performance ratings from self-, 
supervisory, and peer-ratings. Correlation between El and performance was higher 
when both El ratings and criterion ratings were supplied from the same source (e.g. , 
from the same supervisor) than from different individuals. As self-report El 
measures (Stream 2 and Stream 3) are commonly used in research, it appears that 
such research should employ multiple sources for both El and criterion ratings to 
reduce potential bias. 
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When considering subjective ratings from single individuals, however, 
correlation coefficient of self-ratings was similar to that of supervisory ratings and 
objective records. Given that the El in these analyses was confined to self-rated El 
(Stream 2 and Stream 3 ), it appears that the self-ratings of performance criterion do 
not differ greatly from supervisory ratings and objective records. However, owing to 
the small number of samples in the analyses, more research is required to examine 
this pattern. 
Future Research 
Conceptualizing and Measuring El 
Emotion has been a popular topic in organizational psychology, and El is a 
construct that attracts large attention from both public and academia. After nearly 
two decades of research, the four-branch model advocated by May er and colleagues 
is probably the most widely agreed conceptualization of EL The continuous 
controversies surrounding the ability and mixed models may do more harm than 
good to the further development of the field (Schulze et al. , 2007). For example, 
although research has pointed out the inadequacy of mixed models, practitioners 
tend to adopt the mixed models tools to assess and develop El of their employees. 
The attractiveness of the mixed models may be due to the personality 
conceptualization and the self-report measures which both are familiar to and 
understood by most readers and users. But if the El research simply ignores this fact 
and focuses solely on the ability models, the gap of El understanding between 
practitioners and scholars will never be bridged. 
Reconciliation between the two camps is therefore necessary before El can be 
developed to its full potential. For example, it would be beneficial to view the two 
models as complementary rather than mutually exclusive theories as both are trying 
to capture El; the ability models could be used as a top-down approach to El while 
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the mixed models could be seen as a bottom-up approach to El (Petrides & Furnham, 
2006). 
On the other hand, even if maximum-performance test is the optimal approach 
to assess El, it should not preclude the development of alternative approaches. For 
example, there is a need for researchers to explore the validities of Stream 2 
measures, which could be another conceptually sound and practical tools for El 
assessment. Moreover, while self-reported El may be subjected to biases and faking 
(Day & Carroll, 2008), it would be worthwhile to investigate whether the reputation 
of El from the perspective of others could serve as proxies and provide a more 
accurate estimate of one's El level. Thus, I disagree with the complete dismissal of 
self-report assessments in El research (e.g., Daus & Ashkanasy, 2005; Schulze et al. , 
2007). To control for personality and assess incremental validity of self-report 
assessments, researchers are also recommended to include personality measures in 
their future El studies. 
By being open to the two models and accepting their strengths and weaknesses, 
researchers can further concentrate to improve the El theories. A theoretically sound 
model and practically convenient measure to El would definitely advance the 
development and application of El in the workplace. 
El at Team Level 
Recent research on El has been moving from individual level to team level, 
such as how El associates with team performance (e.g. Jordan, Ashkanasy, Hartel, & 
Hooper, 2002; Offermann, Bailey, Vasilopoulos, Seal, & Sass, 2004). It is proposed 
that when team members together possess a high level of El, they could better adapt 
to and utilize the diversity in team members' skills and work styles than teams of 
low El (Jordan et al., 2006). El is said to have a direct impact on team members ' 
ability to deal with emotions of other team members, which may contribute to better 
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relationships at work, and eventually improve team performance (Cherniss, 2001; 
Barsade, 2002). For example, Jordan et al. (2002) reported a positive correlation 
between teams' level of El and team performance while Bell (2007) reported a weak 
correlation between El and team performance (p= .18, k=6) in her meta-analysis. As 
teams and groups are emotional entities (Barsade & Gib son, 1998; Kelly & Barsade, 
2001) and are extremely common in organizations, more research on team level El 
should advance our understanding of team dynamics. 
Training Programs 
The present study and previous meta-analyses (Schutte et al., 2007; Van Rooy 
and Viswesvaran, 2004) have shown that El is a valuable construct in the workplace. 
Since the advocate of El by Goleman (1995), different El training programs have 
merged in the market, especially in managerial learning context (e.g., Cooper, 1997). 
Although the ability models posit that El is a kind of intelligence that could be 
developed and changed, there are inadequate systematic evaluations to support the 
effectiveness of these training programs. More effort is therefore called for 
designing and developing theoretically sound and effective El training programs 
(e.g., Dulewicz & Higgs, 2004 ). 
Limitations 
The present study employs meta-analytical techniques to synthesize existing 
empirical studies in an objective manner. Nevertheless, a few limitations should be 
noted when interpreting the results. First, the overall associations between El and 
criterion variables may be hindered by the different methodologies among the 
primary studies. When the analyses combined studies using different El and 
criterion measures, the problem of "mixing of apples and oranges" (Hunter & 
Schmidt, 2004) would exist. Although moderator analyses were conducted to 
examine these quantitative differences, results may be biased by the smaller number 
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of samples for certain moderators and criterion variables. 
Second, no analysis on the incremental validity of El was conducted; we can 
neither conclude El is a better predictor of performance over GMA and personality, 
nor determine the best model of the three Streams of El measures. Rather, result 
patterns are identified in this paper to help readers understand the current states of El 
models. 
Besides, only a few moderators were examined in this review. Other contextual 
variables, such as age and culture, may also be likely to account for other systematic 
variation across studies and should be examined in future studies. 
Moreover, as analyses were based on bivariate correlational data from 
cross-sectional design, causal relationship between El and the criterion variables 
cannot be drawn~ Theoretically, El is a kind of intelligence that affects our thoughts 
and behaviors in the workplace. While most employees in organizations have 
achieved certain level of intelligence, the difference in performance is possibly 
attributable to their different levels of EL As El is malleable from the perspective of 
the ability models, longitudinal studies and pre-post experimental designs are 
recommended to test the effectiveness of related interventions. 
The present meta-analysis, on the other hand, presents several advantages over 
the previous meta-analysis by Van Rooy and Viswesvaran (2004). First I only 
included studies that were conducted with work samples. Second I only included 
studies that collected performance information, such as performance appraisal and 
supervisory ratings, from the workplace. I excluded task performance information 
collected in laboratory settings. These strategies ensure to reflect a more accurate 
status of El in the workplace and improve generalizability of the results. I also 
explored how El associated with six other workplace criterion variables and the 
effects of contextual moderators to extend our understanding as well as to facilitate 
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future research. 
Concluding Remarks 
The present study provides an important interim summary on the value of El in 
the workplace. My findings support El as a useful construct in organizational 
psychology. El was found to be positively and moderately correlated with seven 
common workplace variables, namely job performance, job satisfaction, 
commitment, OCB, leadership effectiveness, transformational leadership, and 
contingent reward of transactional leadership. I also carried out subgroup analyses to 
examine potential moderators; results show that El models exhibited differential 
magnitude with criterion variables. I hope that the findings here could help resolving 
some of the controversies of El, as well as benefit and guide future El research. 
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APPENDIX A 
Information of Included Studies 
El Effect 
Author(s) N Measure Outcome Measure Criterion Rater size 
Abraham (2000) 79 TMMS Job satisfaction Self 0.26 
79 TMMS Org. Corn. Self 0.49 
Amundson (2003) # 84 MSCEIT Performance Multi 0.15 
Bachman, Stein, Campbell & 36 EQI Performance Objective Rec. 0.31 
Sitarenios (2000) 
Barbuto & Burbach (2006) 80 EIS Transform. Lead. Subordinates 0.36 
Barling, Slater & Kelloway 49 EQI Contingent Reward Subordinates 0.44 
(2000) 49 EQI Transform. Lead. Subordinates 0.48 
Bar-On, Handley & Fund (2006) 228 EQI Performance Objective Rec. 0.22 
(Study 1) 
Bar-On, Handley & Fund (2006) 130 EQI Performance Supervisor 0.41 
(Study 2) 
Baumann (2006) # 62 ECI Leader. Effect. Self 0.65 
Bohrer (2007) # Ill MSCEIT Job satisfaction Self 0.06 
Ill MSCEIT Performance Appraisal 0.15 
Bradberry & Su (2006) 212 EIA Performance Multi 0.60 
212 MSCEIT Performance Multi 0.00 
Brown, Bryant & Reilly (2006) 161 EQI Leader. Effect. Subordinates -0.01 
161 EQI Contingent Reward Subordinates 0.02 
161 EQI Transform. Lead. Subordinates 0.06 
Bryant (2005) # 62 MSCEIT Performance Objective Rec. -0.09 
103 MSCEIT Lead er. Effect. Mixed 0.15 
Buford (200 1) # 65 EQI Leader. Effect. Mixed -0 .13 
65 EQI Transform. Lead. Subordinates 0.04 
Burbach (2004) # 146 MSCEIT Leader. Effect. Peers 0.09 
146 MSCEIT Leader. Effect. Self 0.19 
146 MSCEIT Contingent Reward Peers 0.03 
146 MSCEIT Contingent Reward Self 0.27 
146 MSCEIT Transform. Lead. Peers 0.03 
146 MSCEIT Transform. Lead. Self 0.33 
Bus so (2003) # 99 EQI Job satisfaction Self 0.46 
99 EQI OCB Self 0.71 
Carmeli & Josman (2006) 165 TMMS OCB Supervisor 0.30 
165 TMMS Performance Supervisor 0.47 
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Cont'd 
El Effect 
Author(s) N Measure Outcome Measure Criterion Rater size 
Carmlei (2003) 98 TMMS Career Corn. Self 0.38 
98 TMMS Job satisfaction Self 0.27 
98 TMMS OCB Self 0.38 
98 TMMS Org. Corn. Self 0.24 
98 TMMS Performance Self 0.32 
Carson & Carson (1998) 75 EIS Career Corn. Self 0.51 
75 EIS Org. Corn. Self 0.02 
Cars on, Cars on, F ontenot & 75 EIS OCB Self 0.33 
Burdin, -2005 (2005) 
Chi pain (2003) # 128 Other Performance Objective Rec. 0.42 
Chiva & Alegre (2008) 157 TMMS Job satisfaction Self 0.02 
Clanton (2005) # (Female 28 EIA Job satisfaction Self 0.11 
Sample) 
Clanton (2005) # (Male Sample) 12 EIA Job satisfaction Self 
-0.08 
Cote & Miners (2006) 175 MSCEIT OCB Supervisor 0.22 
175 MSCEIT Performance Supervisor 0.32 
Curry (2004) # 60 EIA Leader. Effect. Self 0.47 
60 EIA Transform. Lead. Self 0.16 
Donaldson-Feilder & Bond 290 TMMS Job satisfaction Self 0.10 
(2004) 
Dong & Howard (2006) 201 Other Job satisfaction Self 0.20 
Downey (2005) # 227 WLEIS Job satisfaction Self 0.22 
Downey, Papageorgiou, & 176 TMMS Transform. Lead. Self 0.33 
Stough (2006) 
Dries & Pepermans (2007) 102 EQI Career Corn. Self 0.21 
102 EQI Performance Self 0.09 
Dulewicz, Higgs & S laski 53 EIQ Job satisfaction Self 0.44 
(2003) 
53 EIQ Performance Supervisor 0.32 
Dulewicz, Young & Dulewicz 252 Other Performance Appraisal 0.21 
(2005) 
Engstrom (2005) # 131 EQI Job satisfaction Self 0.37 
131 EQI Org. Corn. Self 0.35 
Farmer (2004) # 169 MSCEIT Job satisfaction Self 0.01 
Gardner & Stough (2002) 110 SUE IT Job satisfaction Self 0.56 
110 SUE IT Leader. Effect. Self 0.57 
110 SUE IT Contingent Reward Self 0.56 
110 SUE IT Transform. Lead. Self 0.68 
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Cont'd 
El Effect 
Author(s) N Measure Outcome Measure Criterion Rater size 
Giardini & Frese (2006) 84 Other Job satisfaction Self 0.20 
53 Other Performance Customer 0.22 
Gooty (2007) # 29 MSCEIT OCB Self 0.17 
Hall (2007) # 65 MSCEIT Leader. Effect. Self -0.16 
Hamilton (2008) # 150 EQI Performance Objective Rec. 0.58 
Hartsfield (2003) # 124 WLEIS Transform. Lead. Self 0.56 
Hayward (2006) # 89 Other Leader. Effect. Mixed -0.14 
89 Other Transform. Lead. Mixed 0.67 
Heffeman, O'N eill, Travaglione 92 MSCEIT Performance Appraisal 0.29 
& Droulers (2008) 
Hendee (2002) # 64 MSCEIT Job satisfaction Self -0.15 
Higgs (2004) 289 EIQ Performance Appraisal 0.22 
Hopkins & Bilimoria (2008) 30 ECI Performance > 1 Supervisors 0.01 
(Female Sample) 
Hopkins & Bilimoria (2008) 75 ECI Performance > 1 Supervisors 0.15 
(Male Sample) 
Humphreys, Brunsen & Davis 105 EIS Org. Corn. Self 0.30 
(2005) 
Jayan (2006) 292 ECI Performance Multi 0.16 
Johnson & Spector (2007) 173 WLEIS Job satisfaction Self 0.12 
Kafetsios & Loumakou (2007) 485 EQI Job satisfaction Self 0.13 
Kafetsios & Zampetakis (2007) 523 WLEIS Job satisfaction Self 0.43 
Kerr, Garvin, Heaton & Boyle 38 MSCEIT Leader. Effect. Subordinates 0.39 
(2006) 
Landa, Lopez-Zafra, Antonana 52 TMMS Job satisfaction Self 0.16 
& Pulido (2006) 
Langhom (2004) 161 EQI Leader. Effect. Subordinates 0.33 
161 EQI Performance Supervisor 0.38 
Law& Wong(2004) 165 WLEIS Commitment Self 0.67 
165 WLEIS Performance Peers 0.15 
165 WLEIS Performance Self 0.54 
165 WLEIS Performance Supervisor 0.18 
Law, Wong, Huang, Li (2008) 102 MSCEIT Performance Appraisal -0.13 
102 WLEIS Performance Appraisal 0.22 
Le ban & Zulauf (2004) 24 MSCEIT Transform. Lead. Peers 0.37 
Legier (2007) # 59 TMMS Leader. Effect. Self 0.41 
59 TMMS Contingent Reward Self 0.49 
59 TMMS Transform. Lead. Self 0.43 
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Cont'd 
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Author(s) N Measure Outcome Measure Criterion Rater size 
Lii & Wong (2008) 152 Other Org. Corn. Self 0.56 
Livingstone (200 1) # 262 EQI Job satisfaction Self 0.30 
165 MSCEIT Job satisfaction Self 0.06 
Lopes, Grewal, Kadis, Gall & 44 MSCEIT Job satisfaction Self -0.08 
Salovey (2006) 44 MSCEIT Performance Objective Rec. 0.38 
Macik-Frey (2007) # 112 WLEIS Leader. Effect. Subordinates 0.33 
112 WLEIS Transform. Lead. Subordinates 0.17 
Mamdouh El-Sayed (2005) # 124 Other Performance Self 0.38 
Mandell & Pherwani (2003) 32 EQI Transform. Lead. Self 0.49 
Meredith (2008) # 182 EQI Transform. Lead. Self 0.69 
Millet (2007) # 90 EQI Job satisfaction Self 0.01 
Moss, Ritossa & Ngu (2006) 263 SUE IT Leader. Effect. Subordinates -0.05 
263 SUE IT Transform. Lead. Subordinates -0.02 
Muhammad (2006) # 200 EQI Job satisfaction Self -0.21 
Nikolaou & Tsaousis (2002) 212 EIQ Org. Corn. Self 0.57 
Palmer, Walls, Burgess & 43 TMMS Contingent Reward Self 0.38 
Stough (200 1) 43 TMMS Transform. Lead. Self 0.23 
Pasanen (2000) # 87 TMMS OCB Self 0.09 
Petrides & Furnham (2006) 87 TEIQue Job satisfaction Self 0.22 
(Female Sample) 87 TEIQue Org. Corn. Self 0.31 
Petrides & Furnham (2006) 80 TEIQue Job satisfaction Self 0.39 
(Male Sample) 80 TEIQue Org. Corn. Self 0.11 
Poon (2004) 180 Other Career Corn. Self 0.32 
180 Other Job satisfaction Self 0.20 
180 Other Performance Objective Rec . 0.18 
Poon, Othman, Anugerah, & 221 Other Career Corn. Self 0.36 
Sari (2002) 221 Other Job satisfaction Self 0.19 
Porthouse & Duleqicz (2007) # 57 Other Leader. Effect. Self 0.26 
Prati (2004) # 210 SREIT Job satisfaction Self 0.31 
210 SREIT Org. Corn. Self 0.33 
210 SREIT Performance Supervisor 0.15 
Rosete & Ciarrochi (2005) 41 MSCEIT Leader. Effect. Mixed 0.26 
41 MSCEIT Performance Supervisor 0.20 
Rozell, Pettijohn & Parker 103 TMMS Org. Corn. Self 0.09 
(2004) 103 TMMS Performance Self 0.20 
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Cont'd 
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Author(s) N Measure Outcome Measure Criterion Rater size 
Schumacher, Wheeler, & Carr 34 ECI Performance Customer 0.35 
(2009) 34 ECI Performance Self 0.09 
Semadar, Robins & Ferris 136 SUE IT Performance Supervisor 0.25 
(2006) 
Sevinc (200 1) # 31 ECI Job satisfaction Self 0.34 
Sitter (2004) # 39 WLEIS Leader. Effect. Subordinates 0.14 
Sivananthan & Fekken (2002) 58 EQI Leader. Effect. Mixed 0.24 
58 EQI Transform. Lead. Mixed 0.40 
Slaski & Cartwright (2002) 224 EQI Performance Supervisor 0.22 
Sosik & Megerian ( 1999) 63 Other Leader. Effect. Subordinates 0.16 
63 Other Performance > 1 Supervisors -0.17 
63 Other Transform. Lead. Subordinates 0.17 
Sy, Tram & O'Hara (2005) 62 WLEIS Leader. Effect. Supervisor 0.34 
187 WLEIS Job satisfaction Self 0.30 
187 WLEIS Performance Supervisor 0.28 
Vakola, Tsaousis & Nikolaou 137 EIQ Job satisfaction Self 0.19 
(2003) 
Webb (2004) # 112 TMMS Transform. Lead. Subordinates 0.19 
117 WLEIS Leader. Effect. Subordinates 0.03 
117 WLEIS Transform. Lead. Subordinates 0.26 
Weinberger (2003) # 151 MSCEIT Leader. Effect. Subordinates 0.08 
151 MSCEIT Contingent Reward Subordinates 0.04 
151 MSCEIT Transform. Lead. Subordinates 0.08 
Wong & Law (2002) (Study 2) 149 WLEIS Job satisfaction Self 0.40 
149 WLEIS Org. Corn. Self 0.14 
149 WLEIS Performance Supervisor 0.21 
Wong & Law (2002) (Study 3) 146 WLEIS Job satisfaction Self 0.22 
146 WLEIS Leader. Effect. Subordinates 0.31 
146 WLEIS OCB Supervisor 0.15 
146 WLEIS Performance Supervisor 0.05 
Wu, Liu, Song & Liu (2006) 241 WLEIS Org. Corn. Self 0.34 
95 WLEIS Transform. Lead. Subordinates 0.09 
Yocum (2007) # 53 MSCEIT Leader. Effect. Subordinates 0.38 
Yu & Yuan (2008) 218 WLEIS Leader. Effect. Subordinates 0.39 
640 WLEIS Performance Supervisor 0.63 
Note. #=Unpublished studies; Org. Com.=Organizational commitment; Career Com.=Career 
commitment; Leader. Effect.=Leadership effectiveness; OCB=Organizational Citizenship Behavior; 
Transform. Leader=Transformational Leadership 
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